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Introduction 
The report will review concept of the employee engagement along with the drivers of employee engagement. In the report, the evaluation of the diagnostic tool in measuring the employee engagement will be spotted. The report will outline the impact of the employee value proposition from the ideas and analysis that raise the levels of engagement. 
[bookmark: _Toc99490761]Overview of the Employee Engagement concept 
As per McLaughlin (2018), Employee Engagement focuses on the human resources concept that illustrate the level of enthusiasm as well as dedication towards the job role. The engaged employees used to care about their performance and feels that their effort. Employee Engagement is the fundamental concept in describing and understanding the effort both in the terms of qualitatively and quantitatively. Moreover, employee engagement is one key indicator in gauging the work satisfaction of the employees. The Employee engagement strategy underlines the likelihood of the employees in establishing the positive emotional connection within the organisation. Employee’s engagement is the critical to the success of the company by providing a clear link to the job satisfaction and employee morale. 
Communication is the pivotal part of creating as well as maintaining the employee engagement (Delery, 2019). The engaged employees of the organisation are more likely to be productive and high-performing. Furthermore, the engaged employees have a greater commitment to the goals and values of the organisation. The employers can enhance the employee engagement by including clear communication, rewards and promotion, keeping the employees updated and informed by providing continuous feedbacks. Little (2019), opined that engaged employees are the strategic resources of the organisation and the employer has to make them feel valued and respected by considering their ideas in the decision-making process. The engaged employees consider their work is meaningful and that are appreciated and backed by the supervisors. Furthermore, the emotional connection that is created with the job of an employee used to reflect the employee engagement. The discretionary effort of the employees in the workplace can create difference to the overall productivity of the organisation. The employee engagement is the part of the strategic human resource management that involves the employee in the decision-making process of the organisation. The consideration of the views and opinions of the employees at the workplace contemplate the employee engagement strategy. The engaged employee can outperform their job efficiently by using problem solving and creativity skill. The Employee engagement specifies the likelihood of the staffs in creating the positive emotional connection with their jobs in the organisation (Delery, 2019). The employees are aware of their contribution that is required to trigger the overall productivity of the organisation. The employee engagement is the only strategy that can retain the potential talent in the workplace and eventually reduces the employee turnover rates. In addition, employee engagement enhances the shared accountability among the employees and fosters the creativity in the workplace. The engaged employees are loyal to their employer and remain productive for the organisation. Under the employee engagement strategy, the employer can successfully influence the employees to connect with their jobs rationally and emotionally. Markos (2019), described the three primary human behaviours of the engaged employees are ‘say’, ‘stay’ and ‘strive’. Firstly, the ‘say’ dimension reflects the positive feelings and expression of the employees towards their employers. Secondly, the ‘stay’ aspect is the long-term-commitment of the employees to the organisation by remaining productive. Lastly, the ‘strive’ parameter underlines the extra effort of the employees to contribute to the success of the organisation. 
[bookmark: _Toc99490762]Drivers of Employee Engagement 
Delery (2019), claimed that in order to enhance the employee engagement, it is important to understand the drives that motivates the employees and remain productive in the workplace. However, there are no universal drivers related to the employee engagement. Furthermore, the drivers of employee engagement can be changed over the time due to the external business factors related like economic fluctuations, public health crisis etc. The business organisation has to analyse the rapid economic, socio-cultural and technological changes that influences the productivity of the employees. Firstly, the ‘organisation culture’ is the determining factors that drives the employee engagement. Organisation culture specifies the underlying beliefs, assumptions, values and ways to interact in the workplace (Lee, 2020). Furthermore, the organisation culture used to govern the attitude and behaviour of the employees in the organisation. From the organisational perspective, Next Plc has emphasised on the ‘employee engagement’ by establishing a learning organisation culture (PLC, 2020). the learning organisation culture supports the exchange of ideas and learnings between the employer and employees in the organisation. The learning opportunities provided by the organisation is a part of the positive organisation culture that eventually creates an impact on the employee’s behaviour and attitude. The employees will try to deliver exceptional performance to the organisation due to the learning organisation culture. Secondly, the ‘empowerment’ provided to the employee in the workplace can enhance the employee engagement. Empowerment underlines the process of considering the employee’s views and opinions in the decision-making process (McLaughlin, 2018). The empowerment includes the authority, power and responsibility to the employees in performing the job. Furthermore, the empowerment includes the autonomy given by the employer to their employees in undertaking initiatives and decisions. As a consequence, the employees can represent their interest in a responsible and self-determined way by acting on their own authority. Thirdly, the ‘career development’ signifies the range of programmes that are designed to match the needs, abilities and career goals of the employees in relation to the current and future opportunities of the organisation. The career development emphasises on the future opportunities and also having a long-term orientation. The employees that are provided with ample opportunities to build their career can have a positive feeling on their employers. On the contrary, career development determines the process of managing learning and work over the specific time span can be spotted. The employee engagement can be enriched in the organisation by emphasising on the self-knowledge of the employees in the form of career development programmes. There are many organisations like Next Plc that provides career development opportunities for the permanent employees in the form of different retail and IT courses. Lastly, the ‘Leadership’ ability of the management in leading and guiding the teams to achieve the organisational target is interlinked with the employee engagement. The ‘participative leadership style’ ensure the involvement of the employees in the decision-making process of the organisation. Moreover, the democratic leaders used to engage the employees by considering their views and opinions in the workplace. As a consequence, the employees feel valued and respected due to the consideration of the employee voices in the organisational decision-making process. 
[bookmark: _Toc99490763]Evaluation of the diagnostic tools for Employee Engagement 
Employee Engagement underlines the workplace concept that is interrelated to the commitment and motivation level of the employees to their job role and organisation (Saks, 2016). The employee engagement needs to be measured and nurtured over the time. In a study, it has been observed that 70% of the employees would like to work harder if their contributions are recognised and appreciated (Little, 2018). ‘Employee’s recognition and rewards’ are the good way to measure the employee engagement in the workplace. Moreover, the rewards and recognition are having direct impact on the employee engagement. The managers can assess the number of employees that are receiving the rewards and recognition for identifying the effectiveness of the employee engagement in the workplace. Secondly, the ‘Employee Survey’ is the performance assessment and communication tool used by the HR team of the organisation. Moreover, employee survey can be used to measure the employee engagement in the workplace (Markos, 2018). The extent to which the employees are motivated and satisfied with their jobs can be evaluated from the employee survey. The two-way communication process can enable the employees to share their opinions and views to the management (Delery, 2019). Moreover, the management can understand the issues encountered by the employees through the employee surveys. Currently, the organisations like Tesco Plc are utilising the HR Analytics to measure the responses and feedbacks of the employees collected in the survey. The automated IT application is facilitating the managers to measure and interpret the data collected from the Employee survey. However, utilising HR analytics tools requires specialised human resource manager that have an adequate experience in data analytics. Thirdly, the ‘social media’ platform can support the organisation to measure the employee engagement. The assessors can monitor the ratings from the from the existing and current employees in the websites like Glassdoor. The pros and cons related to the workplace policy, compensation management, guidance etc. can be evaluated from the ratings and opinions shared by the employees in such websites. The management can evaluate the employee engagement aspect by working in the areas that have deficiencies as per the low ratings from the employees. Lastly, the ‘Exit interview’ is an effective way to measure the employee engagement in the workplace. Exist Interview is a form of survey that is conducted with the employee that has intended to quit the company (Wright, 2016). The information collected from the feedback survey is mainly based on the likings and limitations related to the existing workplace. The manager can interpret the areas that requires improvement by considering the employee feedbacks in the Exit interviews. Moreover, the purpose of the Exit Interview is to identify the areas for improvement and feelings of the employees towards their existing workplace. 
[bookmark: _Toc99490764]Development of Employee Value Proposition (EVP) in consideration to the Employee Engagement 
Employee Value Proposition (EVP) underlines the unique benefits that the employees of the organisation used to receive in return for their skills, experience and capabilities they bring to the workplace (Lepak, 2017). The purpose of the EVP is to aware the candidate in the recruitment phase about the reason for applying to such organisation and requirements from the candidates for undertaking the specific job role. In the context of employee engagement, the following elements and attributes can be considered in relation to the Employee Value Proposition: 
· Compensation Management: Compensation management reflects the process of analysing and outlining the salary, benefits and incentives that the employees used to receive in the organisation (Chen, 2019). The purpose of the compensation is to attract, engage, and retain the employees by proving competitive pay scales. The standard pay scale that can motivate and engage the employees in the organisation can be focused under the EVP. Furthermore, the compensation reflects the systematic approach in providing the monetary value to the employees in exchange for work that is performed. 
· Work-Life balance: Work-Life balance underlines the state of equilibrium that the individual can equally prioritises the demand to one’s career and personal life. The purpose of the Work-Life balance used to help in reducing the employee’s stress level and prevent burnout in the organisation (Jeffrey Hill, 2019). The organisation can offer flexible working arrangements and remote working facility in enhancing the productivity and also to support the employees in maintaining the work-life balance. 
· Stability: Job security underlines the probability of the employees in keeping the same job for a long time period. Stability is important for the people in doing the best work. Moreover, uncertainty can make it difficult for the individuals and teams in staying engaged and eventually has the impact on their performance (Daley, 2019). The organisation that provides stability in the career to the employees can be priortised in enhancing the Employee Value Proposition (EVP). 
· Respect: Respect focuses on the positive relationships that helps to support and enhances the team spirit. The learning organisation culture can facilitate the learning process among the employees and manager (Lengnick-Hall, 2018). The employees are respected and valued irrespective of the difference in gender, race, religion, disability etc. 
· Location: The location of the workplace encompasses the three elements that includes technology, physical space and organisation culture (Collins, 2018). Moreover, the employee experience can be enriched with the three core elements of the location. 
[bookmark: _Toc99490765]Conclusion 
To conclude, the report has demonstrated the concept of the employee engagement along with the drivers of employee engagement. In the report, the evaluation of the diagnostic tools in measuring the employee engagement can be spotted. The report has determined the impact of the employee value proposition from the ideas and analysis that enhances the levels of employee engagement. 
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